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Abstract 
Paper goal – This paper goal is to highlight the existing correlations between organization’s age, Organizational Citizenship 
Behavior (OCB) and small and medium enterprises (SMEs) performances in Bucharest – Ilfov development region. Research 
Methodology – Data that we present resulted from a socio – economic survey based on a questionnaire and achieved between 
December 2012 and August 2013, on a representative sample of 73 small and medium enterprises (SMEs). Information that we 
obtained was processed through econometric methods, using Microsoft Excel software. Findings – Our study identifies and 
measures the links intensity between organization’s age and OCB, also including OCB components and SMEs performances. 
Research limitations – This study, challenge us to extend the research at national level, in order to get a comparison of the 
results with those from Bucharest – Ilfov development region. At the same time analysis must be extend on other factors that may 
influence SMEs OCB level. Practical Involvement – Our studies final goal is to give to small businessman an easy and efficient 
method to grow SMEs performances through OCB. Originality – Our researches are the first one at national level that want to 
demonstrate the link between organization’s age, OCB and SMEs performances. 
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1. Introduction 
In this tumultuous beginning of the century, the continuous growth of competition in all activity domains, 
determined the achievement of some assiduously researches concerning the findings of new levers that may allow 
the improvement of indiviual and organizational performances. In this context, organizational behavior domain is 
one of the warmest point aimed by management and labour psychology domains. Now, more than ever in the past, 
due to a non ending financial - economical depression, becomes necessary: a deeper understanding of human 
organizational behavior; finding out the real reasons that determine organization’s members to act in the direction of 
increasing individual and group performance and the way that their behavior influences  organization’s activity, as a 
whole. In a society featured by a really fast develompent on all socio – economical capacities is hard, if not 
impossible, to include in the regulations governing the activity of an organization all rights and obligations of its 
members. That is why is very important to study and understand organization’s members behavior that exceed the 
limitations imposed by its regulations. Understanding these particularly complex behavioral mechanisms and correct 
assessment of their effects on organization’s performances, may create at management level new opportunities for 
improved performances, both at individual and organizational level (as a whole), which may have a decisive 
contribution in achieving organization’s goals.  
Increasing the competitiveness of the organization is a major goal at managerial level. Due to nowadays 
economical context, characterized by the sharp increase of the competition, the human resourse may be a major 
source of competitive advantage. ”Moreover, because high quality relationships between employees (i.e. social 
capital) are valuable, not easily formed, and difficult to imitate, such relations are likely to give organizations a 
sustainable edge over their competitors. Thus, employee citizenship is not only likely to enhance organization 
performance directly, but also to provide a source of competitive advantage that is maintainable in the long run. It 
is important, then, that organizations and managers have a better understanding of the factors that make employees 
willing to go the extra mile.” (Bolino & Turnlay, 2003, p. 61) 
 
2. Literature review   
  
From human resource point of view, the growth of organization’s competitiveness is not only related to the 
knowledge level of the employees in their labour field and of formal behavior concerning job tasks, but also of 
employees informal behavior. Organizations need to find and keep the skilled employees “ ... going above and 
beyond the call of duty” (Bolino and Turnley, 2003), giving evidence of what is known as “ … the good soldier 
syndrome” (Organ, 1988) or, in scientific terms, Organizational Citizenship Behavior (OCB). 
As a concept, OCB was first defined as being an “... individual behavior that is discretionary, not directly 
recognized by the formal reward system and that in the aggregate promotes the effective functioning of the 
organization.” (Organ, 1988, p. 4) 
A few years later, the concept is redefined and its coverage increases significantly, OCB being considered a sum 
of “… contributions to the maintenance and enhancement of the social and psychological context that supports task 
performance” (Organ, 1997, p. 91), or, threading the idea as being a “…performance that supports the social and 
psychological environment in which task performance takes place” (Organ 1997, p. 95). Its essence is perfectly 
illustrated by the two words ”informal” and “collaboration”. (Frenkal & Sanders, 2007) 
One of the most recent definitions, consider OCB as being an “... extension of effort and creativity beyond the 
formal contract of employment”. (Frenkel & Sanders, 2007) 
The OCB literature generally uses a model based on five components – Altruism (helping behavior), 
Sportsmanship, Conscientiousness (organizational compliance), Civic Virtue and Courtesy, synthetically presented 
further. 
Altruism is a moral attitude or spiritual mood of the person that act disinterested in others favor. At 
organizational level, Altruism includes those “... voluntary actions that help another person with a work problem“. 
(Organ, 1990 b, p. 96) 
Sportsmanship was defined as being “a willingness to tolerate the inevitable inconveniences and impositions of 
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work without complaining”. (Organ, 1990 b, p.96) 
Conscientiousness (organizational compliance) is defined as being the bahavior of “…an employee who 
religiously obeys all rules and regulations, even when no one is watching.”(Podsakoff et al. 2000, p. 524) 
Conscientiousness is being seen as a sum of behaviors ”… that did not have the immediate effect of helping a 
specific person but rather contributed in a more impersonal and generalized fashion to the group, department, or 
organization performances”. (Organ et al., 2006, p.19) 
Civic Virtue, represent at the level of the organization ”… behaviors reflect a person’s recognition of being part 
of a larger whole in the same way that citizens are members of a country and accept the responsibilities which that 
entails” (Podsakoff et al, 2000, p. 525), being actively engaged “... in constructive involvement in the policies and 
governance of the organization” (Organ, Podsakoff, & MacKenzie, 2006).  
Courtesy “ ... subsumes all of those foresight gestures that help someone else prevent a problem       — touching 
base with people before committing to actions that will affect them, providing advance notice to someone who needs 
to know to schedule work”. (Organ, 1990 b, p. 96) 
As a conclusion, OCB may be defined as being a multidimensional construction, belonging to the informal 
component of organizational behavior with a pronounced voluntary character, that goes beyond the requirements 
listed in the rules, regulations and procedures of the Organization and that doesn’t have as a goal getting rewards 
and which may direclty and indirectly contribute to organization’s performances increase. 
Employees that have a high level of OCB may be defining elements in obtaining organization’s competitive 
advantage. Many SMEs in comparison with large enterprises, have a weak market position and that’s why their 
survival and development depends, to a large extent, on employees availability to make additional efforts to 
constantly surpass their activities formal limitations. But, a SME is not only “.... a version at a lower scale, of large 
firms” (Storey, 1994, p. 10), presenting at organization behavior level a number of specific characteristics, mainly 
resulted from the particular characteristics of this type of organization - simple structure and a relatively small 
number of employees. 
A new enterprise and/or small enterprises tend to have a simple organic structure, because they don’t have time 
and resources to organize in a bureaucratic and complex structure. A simple organizational structure is a strategic 
apex, directly coordinated by the developer. 
 SMEs structure has a reduced complexity and a high degree of centralisation, being characteristic to small 
enterprises that evolve in a dynamic environment, under the guidance of an entrepreneur that takes all the important 
decisions. The information flow is free and directed to the organization’s members, first of all because of the 
informal nature of the strong relations between SMEs members, that permit a fast response to internal and external 
challenges. (Mintzberg, 1980, p. 331 - 332) 
Taking in account SMEs specific characteristics, is very important for the organization’s members to develop a 
high level of OCB, level that may ensure employees large flexibility concerning labour process and a significant 
increasing of their degree of involvement in organization’s activities. (Woolderink, 2010, p. 17) Basically, OCB 
may become an important factor in ensuring the competitive advantage of SMEs, assuring them from the standpoint 
of quality behavioral component of the workforce, a major asset concerning goals and performance achievement. 
“Especially, in SMEs case, the humans are those who can derermine organization’s success or failure”.  (Katz at al, 
2000, p. 7)  
The intensity of the interaction between OCB and the organization’s performance often depends on a number of 
independent factors. In this study we aim to demonstrate not only the link between OCB and organization’s 
performances, but also the influence of organization’s age on this link. One of the general criteria for staging the 
life-cycle of SMEs is time, which “... surprise, in a chronological way, the way in which stages that constitute the 
life of an organization succeed”. (Istocescu, 2008, p. 62) 
The assumption that there is a positive relationship between the age of a SME and its performance seems 
plausible. As time passes, SMEs accumulate experience and knowledge, which allow them to create the necessary 
conditions to increase performance. (Harvie at al., 2010, p. 5) There are a number of studies which show that the 
number of years since SMEs are in activity is significantly linked to business success. (Kristiansen et al., 2003 apud 
Islam et al., 2011, p. 293). 
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3. Methods of data collection and analysis  
3.1. Method of data collection   
 
Our research goal is to analyse the link between OCB, SMEs age and the turnover fluctuation.  We have chosen 
for the analysis Bucharest - Ilfov development region because, due to existing data, in 2012 this eas the most 
developend economical area of Romania. At the same time, here can be found more that 24% of the total Romanian 
SMEs, holding a share of 23% in the total number of employees of the Romanian SMEs and whose turnover 
represents about 35% of that achieved nationwide in SMEs. 
Particularly important, are the share of SMEs staff in total staff in industry, trade and other services (65.9%) and 
SMEs turnover share (59.4%), recorded in 2010. (INS, 2014) 
 Regarding the life cycle stages of SMEs, those were choosen according to statistical methods used in the 
White Paper of SMEs from Romania. (Nicolescu, O. et al, 2012, p. 22) We must note that for Bucharest – Ilfov 
development region we have surveys from SMEs that have at least 3 years of activity. 
Data collection method is based on a socio – economical survey, based on a questionnaire. The questionnaire was 
adapted from Podsakoff (1990). In this paper we present the results form 160 questionnaires filled in by the 
members of 73 SMEs, between December, 2012 – August, 2013. Organizations that responded to our survey fits 
into all areas of activity. The questionnaires were sent by e-mail and the information was collected with Google 
Drive and processed with Microsoft Excel software. The questionnaire has two parts. The first part has information 
about OCB components, assesset for own person, colleagues and managers and the second part has general 
information about the respondent, the organization and its Manager. The answers of the statements from the first 
part of the questionnaire are grouped on a 5-point Likert scale and the answers from the second part of the 
questionnaire are given by checking the response considered properly or by filling in the gaps. 
 Based on our research goal, we will analyse the following hypothesis (H): 
H1: There is a positive link between OCB level and SME’s performance. 
H2: There is a positive link between organization’s age and OCB level. 
H3: The relationship between OCB level and SMEs performance is influenced by organization’s age. 
 
3.2. Data analysis  
 
Pearson Correlation (r) and simple linear regressions testing, between Altruism, Consciousness, Sportsmanship, 
Courtesy, Civic Virtue and OCB, both in the case of positive development of the turnover and in the case of the fall 
of the indicator, which demonstrates the influence of the OCB level on SMEs turnover fluctuation. 
Testing the correlation and the dependence between OCB, its components and SMEs performances shows that in 
both cases concerning the turnover develompent, there are positive links between OCB and Altruism, 
Consciousness, Sportsmanship, Courtesy and Civic Virtue. 
In the case of SMEs turnover growth, in Bucharest – Ilfov region, we noticed high links between OCB and 
Altruism (r=0.88) and Courtesy (r-0.82) and medium links with the other components (Tabel 1). In the case of 
SMEs turnover decrease, we noticed high links between OCB and Altruism (r=0.86), Courtesy (r=0.83) and 
Consciousness (r=0.77) and medium link with the other two components (Tabel 2). The positive correlation 
betweeen OCB and its components shows that if at least one component level grows, this will determine OCB level 
increase for SMEs that have a positive turnover development and vice versa, if at least one component decreases its 
level, OCB level will drop what will lead to the reduction of SMEs turnover. 
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Table 1. Pearson Correlation Matrix (r),between OCB and its components due to turnover increase for Bucharest – Ilfov development region  
  OCB Altruism Consciousness Sportsmanship Courtesy Civic Virtue 
OCB 1.00      
Altruism 0.88 1.00     
Consciousness 0.82 0.62 1.00    
Sportsmanship 0.44 0.26 0.27 1.00   
Courtesy 0.73 0.63 0.48 0.08 1.00  
Civic Virtue 0.69 0.58 0.65 -0.02 0.39 1.00 
Source: Authors contribution 
 
Table 2. Pearson Correlation Matrix (r),between OCB and its components due to turnover decrease for Bucharest – Ilfov development region  
  OCB Altruism Consciousness Sportsmanship Courtesy Civic Virtue 
OCB 1.00      
Altruism 0.86 1.00     
Consciousness 0.77 0.54 1.00    
Sportsmanship 0.71 0.41 0.36 1.00   
Courtesy 0.83 0.69 0.34 0.82 1.00  
Civic Virtue 0.59 0.11 0.77 0.65 0.40 1.00 
Source: Authors contribution 
Simple regressions analyses were used to determine the extent to which the five independent variables (Altruism, 
Consciousness, Sportsmanship, Courtesy and Civic Virtue), influence SMEs OCB level, in Bucharest – Ilfov 
development region. The results are being presented in Figures 1 and 2. 
In the case of SMEs with increasing turnovers, results show that OCB level is significantly influenced by its 
components. So, SMEs turnovers increases are given by components changes that lead to OCB increase. At the 
same time R² values show positive influences of the components on OCB, which means that if components levels 
increase, OCB level will grow wich will lead to a positive evolution of the SMEs turnovers (Figure 1). 
Overall, the results concerning regression analyses show that the models are built correctly and are well 
represented by the five variables (Altruism, Consciousness, Sportsmanship, Courtesy and Civic Virtue). 
R indicates the percentage with which each component influences OCB. In all cases it is found that there are also 
other factors that influence OCB level. 
R² affect in a positive sens OCB, pointing out the percentage variation of the OCB, when the turnover 
increases/decreases, explained by each variable separately. So, when the turnover increase, the link between OCB 
and Altruism is high and that between OCB and Sportsmanship is weak (R²=19.77%), while the links with the other 
variables are medium. When the turnover decrease, we can notice a strong link between OCB and Altruism and 
medium links between OCB and the other four components. 
R² shows the percentage with which each of the five components explains the canges of OCB/turnover level in 
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SMEs. For example, when the turnover increases, Altruism explains 78.29% of OCB level changes and the rest up 
to 100% is being explained by other factors. 
 
 
 
 
Fig. 1. The influence of the components on OCB when SMEs turnovers increase, in Bucharest – Ilfov development region.  
Source: Authors contribution 
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Fig. 2. The influence of the components on OCB when SMEs turnovers decrease, in Bucharest – Ilfov development region. 
Source: Authors contribution 
 
Based on the information presented above, we noticed significant correlations between OCB and its components, 
both for SMEs whose turnover increased and of those whose turnover decreased.  
So, at SMEs from Bucharest – Ilfov development region level, in order for SMEs to increase their turnover, OCB 
level must be increased, mainly by growing the levels of Altruism, Consciousness and Courtesy. That's why, at 
management level, it is appropriate to create the necessary conditions to ensure that interpersonal relations focused 
on civilized behavior and self help. Thus, it is desired for the organization’s members to express politeness, not to 
engage in activities that annoy colleagues, to help indirectly their coworkers, to comply with the internal rules of the 
Organization, to help new employees and thei coworkers voluntarily. 
Further, we will analyse SMEs age influence on the relationship betweem OCB level and SMEs performances. 
Figure 3, indicates that the highest score of OCB is registered at the SMEs that have 3 to 5 years of activity (3.77). 
OCB registers higher values when the turnover increases, in comparison with the decrease of the indicator. 
According to the results presented, we notice that for Bucharest – Ilfov development region, the most efficient 
SMEs members, in the light of OCB level and turnover evolution, are those that work in organizations with an age 
of 3 – 5 years. 
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Source: Authors contribution 
 
Fig 3. SMEs turnover fluctuation and SMEs position on the curve of live, in Bucharest –Iilfov development region. 
 
Results situation concerning the relation between OCB components level - life curve position of SMEs – turnover 
fluctuation, is presented further. Altruism has a higher level in SMEs with a length greater than 5 years (3.65) and a 
high level when the turnover development is positive. Consciousness has the highest level in SMEs that have 
between 3 and 5 years (4.08). Sportsmanship has the highest level in SMEs that have between 3 and 5 years and 
whose turnover has increased, during the reference period. Courtesy has the highest score in SMEs that have over 5 
years of activity (3.62), in the case of positive development of the turnover. Civic Virtue has the highest level in 
SMEs that have between 3 and 5 years of activity (3.93), also in the case of positive development of the turnover. 
So, we may admit that, Bucharest – Ilfov development region SMEs tunover develompent, is being influenced by 
OCB and it’s components level and by SMEs age. Based on the analysis carried out in this study we notice that out 
study hypothesis are validated. 
 
 
4.  Conclusions and recommendations for future research  
By the present paper we wish to highlight the relations between the informal component of the Organizational 
Behavior – OCB - and SMEs performance. A better knowledge of this relations can improve the understanding of 
the links between psychological factors and performance. Our study conclusions highlight that SMEs performances 
are influenced also by the OCB level, which is also influenced by its components (Altruism, Consciousness, 
Sportsmanship, Courtesy, Civic Virtue), level.  
The experience and the behaior of the organization’s members are the heart of the internal SMEs processes. By 
creating and developing organizational level of OCB, entrepreneurs will be able to gain a major competitive 
advantage. OCB – SMEs performance relation, naturally depends on many factors that, separately or together, may 
facilitate the attainment or slow performance. 
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Our research important results are the following: a) In case of the turnover growth, there had been high links 
between OCB and Altruism and Courtesy, regardless the age of SMEs; in case of the turnover decrease, OCB had 
high links with Altruism, Courtesy and Consciousness; b) Between OCB and its components there were positive 
correlations, which mean that OCB level modifies in the same way with its components level changes (for example 
if Consciousness level grows, OCB will grow too); c) Positive developments of the turnover are due to a high OCB 
and the negative evolutions to a low level of the OCB; d) Despite the five OCB components there are also other 
factors that influence it; e) In both situations concerning the turnover evolution, Altruism had the highest influence. 
So, in SMEs that have high turnovers, members focus on Altruism and in SMEs that have low levels of the turnover, 
members have also a low level of Altruism; f) OCB level of the SMEs that had between 3 and 5 years of activity 
was higher than on those that have more than 5 years of activity, when the turnover grows. The most important OCB 
components that lead to it’s level grow are Consciousness, Sportsmanship and Civic Virtue for the SMEs that had 
between 3 and 5 years of activity and Altruism and Coourtesy for those that had more than 5 years. At the same 
time, OCB had a high level when SMEs turnover develop positively, regardless organizations age. 
As a conclusion, between OCB and SMEs turnover there is a positive relation, indicated by a high level of OCB 
of the SMEs that had positive evolutions of the turnover and a low level of OBC in SMEs that had a decrease of the 
turnover. The relation between OCB and SMEs performances is influenced by the organization’s age – SMEs that 
have between 3 and 5 years have a level of OCB easily higher than the rest of the Organizations. 
Therefore, at SMEs level there are behavioral differences of the members, that determine the Organization’s 
succes or failure. The poin where a SME is on the live curve has a positive influence of medium intensity over CCO 
– turnover relation. Our study, approached from a psycho – social perspective concerning OCB – performance 
relation and the influence that life curve position had on this relation, is, by the data that we owe, a national level 
premise.  
Using statistical and econometrical methods (instruments) internationally validated, by the present study is 
confirmed (on empirical base) the link between OCB level and organizational performance. 
Even though the human behavior is particularly complex and the responses to our questionnaire have probably a 
relatively high degree of subjectivity, the results confirm the direct and positive link between OCB and 
organizational performance. At the same time, the above-average levels of the most of the OCB components, both 
for the increase and the decrease of the turnover, demonstrate that SMEs, by their specific characteristics creates the 
premises for achieving a high level of OCB which may be a major competitive advantage. 
Obviously, our study has a number of limitations. First of all we have to mention the relatively small sample of 
SMEs surveyed. A study at national level may constitute a major opportunity to compare the results achieved at the 
regional level with those of the whole country. At the same time, taking in account a single variable (SMEs position 
on the life curve), constitutes, without no doubt, a significant limitation of the factors the influence organizational 
OCB. Extending the analysis by taking into account other factors (variables) is one of our future studies priorities in 
which we will analyze the links between OCB and other defining elements of organizational performance. 
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